The purpose of this paper is to test the construct validity of the measurement model of Schein's Career Orientation Inventory (1990) where entrepreneurship and creativity constitute two separate constructs.
Introduction
Edgar Schein (1975 Schein ( , 1978 Schein ( , and 1987 suggests that the life experiences that people undergo give them a more accurate and stable "career-self-concept", a construct which he labels "career anchor". A career anchor has three components: (1) selfperceived talent and abilities; (2) self-perceived motives and needs; and (3) selfperceived concept attitudes and values. The first two are based on actual experience in a work setting, while the third is derived from the individual's reaction to a variety of norms and values encountered in different social and work situations. Schein regards a career anchor as "That one element in a person's self-concept, which he or she will not give up, even in the face of difficult choices" (Schein, 1990:18) . Schein (1990) posits that an individual's future career choices are affected as he matures and his anchor stabilizes.
The names and the description of the anchors appear in Table I. Insert Table I Schein claims that each individual has only one true career anchor which emerges after the person has accumulated a meaningful amount of life and work experiences.
Schein's main contribution is that his work describes how a stable career identity is formed and distinguishes this process from initial vocational choice (Feldman and Bolino, 1996) . According to Schein, when individuals achieve congruence between their career anchor and their work, they are more likely to attain positive career outcomes, such as job effectiveness, satisfaction and stability. However, because people do not always work in jobs that fit their career anchors, large variations in job outcomes occur in the population. On the whole, however, individuals with congruence will most likely achieve higher career outcomes than those who have failed to attain it.
Individual career anchors can be measured by qualitative or quantitative methodologies. The quantitative measurement is the Career Orientation Inventory. It consists of 40 statements (Table II) , five for each of the eight career anchors that Schein posited (Schein, 1990) .
Insert Table II Schein and his students performed 14 studies on managers. The largest contained 44 participants (Schein, 1978) , and the average sample size was 23 (Schein, 1987) . All of these studies used the qualitative procedure to assess the individual's anchor. Those studies, which were based on large samples, relied only on the COI questionnaire described above (e.g., Igbaria and Greenhaus (1991) Yarnell (1998) , Marshal and Bonner (2003) . Feldman and Bolino (1996) suggested factor analyses tests of Schein's COI to determine the factor structure which underlines the career anchor typology.
Exploratory factor analysis was performed by Nordvik (1991) , Igbaria and Greenhaus (1991) , Petroni (2000) , Marshal and Bonner (2003) and Summer, Yager and Franke (2205) . Nordvik (1991) found a four-factor solution. However, as he used an ipsative scale, his results cannot be directly compared to the studies below. Igbaria and Greenhaus's (1991) study on 464 information technology professionals reveals an 11-factor structure with three anchors: Security, Technical Functional and Challenge, each split into two factors. However, their sample is quite homogeneous and therefore, the findings can not be generalized to other populations. Petroni (2000) performed a factor analysis on 25 of the 40 items of the COI and found a nine factor solution, with Security anchor splitting into 2 factors: Organizational Security and Geographical Security. However, his sample size (n=151 R&D professionals) was too small for such an analysis. Likewise, Sumner et al (2005) performed a factor analysis of the COI, but their sample size of 66 respondents is inadequate for such an analysis.
Marshal and Bonner's study (2003) on a heterogeneous sample of 423 graduate students, in 5 different countries, found a nine-factor structure. The entrepreneurial-creativity anchor is loaded on two separate factors: Creativity (3 items) and entrepreneurial factor (2 items).
Marshal and Bonner's results are the closest to Schein's paradigm with the exception of the entrepreneurial-creativity scale. Their findings indicate a possible semantic difference between entrepreneurship and creativity. Indeed, according to the Oxford Dictionary (2007) i entrepreneurship has to do with setting up a business, whereas creativity is the use of imagination or original ideas in order to create something, which in most cases is not meant to be converted into a business. Hisrich and Peters (2002) A close examination of the five items which comprise the entrepreneurship -creativity anchor in the COI (Schein, 1990) , as presented in table II, reveals that three items (# 5, 13 and 37) have to do with setting up a new business (e.g., # 37 "I dream of starting up and building my own business"). The other two items (# 21 and 29) concern creativity (e.g., "I will feel successful in my career only if I have succeeded in creating or building something that is entirely my own product or idea).
Following Marshal and Bonner's findings (2003) (whose sample most resembles ours in terms of size and heterogeneity), and on the semantic differences described above, we hypothesize the presence of nine career anchors rather than Schein's eight-anchor paradigm.
In order to examine the validity of any measurement model, a confirmatory factor analysis is more appropriate than the exploratory factor analysis used to date.
It is surprising that the COI, being widely accepted and used, was not subjected to such tests.
The purpose of this paper is to test the construct validity of the measurement model of the nine-factor structure of Schein's COI (1990) .
Method

Data Collection
The data were collected over two semesters in 2003. As part of a course requirement, teams of MBA students at an Israeli institution of higher education were asked to collect data among working adults and test some aspects of career anchor theory. Overall, the sample is relatively more educated than the Israeli population. This can be attributed to the fact that the MBA students sampled their own social and work environments. However, the distribution of gender and type of employment, i.e., salaried vs. self-employed, resembles the distribution of the total population.
Measures
All respondents were requested to report on a six point Likert scale ( Table II .
Methodology
To test the construct validity of the proposed measurement model of career anchors with the nine constructs, we employed confirmatory factor analysis using EQS software (Bentler, 1995) . The initial measurement model was subjected to confirmatory factor analysis (CFA) to assure convergent and discriminant validity and unidimensionality (Jöreskog and Sörbom, 1989) . We purified the measurement scales by reviewing each construct that emerged from our analysis and, as a result, deleted one indicator reflecting the TF construct (#25 Table II) , as it has low loading on its construct (.23) . Thus, the final proposed measurement model is based on the 39 items described in Table II . The overall fit of the proposed model is assessed and compared to the model suggested by Schein. The comparison is evaluated according to the Satorra-Bentler chi-square scaled difference test (Bentler, 1995) and the three fit indices: the robust normed fit index (NFI); the robust comparative fit index (CFI);
and the SRMSR index (standardized root mean-squares of the residuals) suggested by Bentler (1980) and Hu and Bentler (1995) . Moreover, the proposed model is evaluated according to the following criteria: convergent validity, discriminant validity and unidimensionality. Convergent validity is assessed by examining the loadings of the indicators and the reliability (Cronbach alpha), and the discriminant validity is assessed by the methods suggested by Anderson and Gerbing (1988) and Jöreskog (1971) . The unidimensionality is evaluated by the three fit indices and by the examination, based on Lagrange multiplier tests (Bentler, 1995) , of the correlated errors among the indicators. (Bentler, 1980; Hu and Bentler, 1995) . However, the value of the SRMSR index obtained for the nine-construct model is .063 which fits the criteria recommended by Hu and Bentler (1995) .
Results
Overall Model Fit
Therefore, we can conclude that the proposed nine-construct model is close to a good fit and fits the data better than Schein's eight-construct model.
Insert Table III The following analysis suggests that the main reason for not reaching the acceptable level of the NFI and CFI is due to the wording of several items of Schein's Career
Orientation Inventory. The results of the LaGrange multiplier tests (Bentler, 1995) show correlated errors among a number of items. Each of the following items #4, 22, 26 , 27, 32 and 39 (Table II) are ipsative, i.e., a high agreement with the statement means a high score on one anchor and a low score on another. For example, item #4 "Security and stability are more important to me than freedom and autonomy".
Statistically, the ipsative items are expressed as a positive loading on one anchor and a negative loading on the other. Therefore, the data was subjected to an additional CFA based on the nine-construct model, allowing positive and negative loading on the above six items (i.e., #4: positive loading on SE and negative loading on AU;
#22: positive on SE and negative on GM; # 26: positive on GM and negative on TF;
# 27: positive on AU and negative SE; # 32: positive on LS and negative on GM; # 39: positive on CH and negative on GM). These results demonstrate that the model with the negative loadings fits the data significantly better than the model without the negative loadings.
Insert Table IV
Convergent Validity
The overall fit of the measurement model, as expressed by the fit indices, supports the convergent validity of each construct. Table II provides standardized factor loadings.
0f the 39 loadings of the indictors for the nine-construct model, thirty four are above 0.5; four range between .4 and .5; and one has the value of .39. Each indicator loads significantly on its respective construct (p<.0001), suggesting that the measurement scale for each construct demonstrates high convergent validity (Anderson and Gerbing, 1988) . As shown in Table II , the Cronbach alpha scores range from .601 to .887. TF and C obtained Cronbach alpha scores less than .70 (.601 and .680, respectively). In light of the small number of items measuring these constructs, four and two items, respectively, this is an acceptable result (Cortina, 1993) .
Discriminant Validity
The overall fit of the measurement model, as expressed by the fit indices, supports the discriminant validity of each construct. To further assess the discriminant validity, the estimated inter-factor correlations were examined and the confidence intervals for the estimates of the inter-factor correlations were calculated (Anderson and Gerbing, 1988) . The methodology examines whether the confidence interval for the estimated correlations in the measurement model does or does not include the value of 1.0. Such a correlation between two constructs means that there is no discrimination between the two. Insert Table V We also performed a complementary assessment of discriminant validity by performing a chi-square difference test on the values obtained for the unconstrained (i.e. a model where the factor correlations are not constrained to unity) and constrained models (Jöreskog, 1971) . A significantly lower chi-square value obtained from the unconstrained model compared to the constrained model indicates that the factors are not perfectly correlated, and that discriminant validity is achieved with respect to the nine constructs (Bagozzi and Phillips, 1982) . The two absolute highest correlations between the estimated factors are between TF and CH (estimated correlation =.727), and between CH and C (estimated correlation=.667). Two constrained models were performed where the correlation between each of the two pairs was constrained to unity. The results, as presented in 
ρ
: χ 2 =450.75, df=8) are significant at p<0.0001 These significant differences which were found between the constrained and unconstrained model, for the pairs with highest correlations, imply that we will obtain significant differences for all other pairs which have lower correlations. This indicates that the constructs are not perfectly correlated and while they do measure something in common, each construct measures something uniquely its own.
Insert Table VI
Unidimensionality
The fit of the measurement model, as expressed by the fit indices, indicates that each factor is unidimensional. The Lagrange multiplier tests (Bentler, 1995) reveal correlated errors of the items within each factor. However, since there is no theoretical explanation for these correlations, we conclude that the constructs are unidimensional. We suggest that the correlated errors that were found are probably due to the wording of the items (described earlier in the results section), and not to the misspecification of the theoretical constructs.
Overall, these results show that the proposed nine-construct measurement model almost reaches the acceptable level of fit and is more appropriate than Schein's eightconstruct model. The findings show that the nine-construct model has convergent and discriminant validity, and unidimensionality.
Conclusions and further research Marshal and Bonner's (2003) exploratory factor analysis suggested a nine-factor solution to the COI. The Entrepreneurial -Creativity anchor was split into two anchors: an entrepreneurial anchor and a creativity anchor. A close look at the items and the literature (Hisrich and Peters, 2002; Dollinger, 1999; Kao (1991) regarding entrepreneurship and creativity highlights the difference between these two constructs.
The present study tests the nine-construct measurement model of Schein's Career Orientation Inventory and finds that it fits the data better than his eight-construct model. Furthermore, the study demonstrates that the proposed model has convergent and discriminant validity, and unidimensionality.
Nevertheless, the proposed nine-construct model only approaches the acceptable level of fit. This could be due to the wording of some of the items, which causes correlated errors. As described in the results section, some of the items are ipsative and cause correlated errors (i.e., #17 " Becoming a senior functional manager in my area of expertise is more attractive to me than becoming a general manager"). We showed that allowing positive and negative loadings improves the level of fit of the model. Moreover, several items start with "I would rather leave the organization than...". This wording may be creating artificial commonality among the items and contributing to the correlated error.
The present study is the first rigorous test of the construct validity of Schein's Career Orientation Inventory. Its contributions are threefold: first, it supports Schein's Career
Anchor Theory, but with nine anchors rather than with the original eight; second, it confirms the distinction between entrepreneurship and creativity; and third, it highlights the need to rephrase several existing items, and add new ones. The suggested changes and the conceptual framework of nine-anchor model will make the COI a more valid and reliable instrument, both for theory building, as well as for practical and diagnostic use by career counselors.
We would like to emphasize that the present investigation is limited to the original Schein's forty items COI. However, some researchers raised the possibility that there might be anchors which are not included in the COI. Baruch (2004) suggests additional anchors for the 21 st century, such as employability, and spiritual purpose, while Suutari and Taka (2004) suggest the addition of an Internationalism anchor, which may characterize internationally oriented managers. This direction should be explored by future studies. harnessing people together to achieve common goals; stimulated (rather than exhausted) by crisis situations.
3. Autonomy/independence: Primarily motivated to seek work situations which are maximally free to organizational constraints; wants to set own schedule and own pace of work; is willing to trade-off opportunities for promotion to have more freedom.
4. Security/Stability: Primarily motivated by job security and long-term attachment to one organization; willing to conform and to be fully socialized into an organization's values and norms; tends to dislike travel and relocation.
5. Entrepreneurial Creativity: Primarily motivated by the need to build or create something that is entirely their own project; easily bored and likes to move from project to project; more interested in initiating new enterprises than in managing established ones.
6. Service/Dedication to a cause: Primarily motivated to improve the world in some fashion; wants to align work activities with personal values about helping society; more concerned with finding jobs which meet their values than their skills.
7. Pure Challenge: Primarily motivated to overcome major obstacles, solve almost unsolvable problems, or to win out over extremely tough opponents; define their careers in terms of daily combat or competition in which winning is everything; very single-minded and intolerant of those without comparable aspirations. .706 * this item was omitted due to a low loading on all the factors a All factor loadings are significant at the p<0.0001, n=1800 b Robust index, using Satorra-Bentler scaled χ 2 . The calculations of NFI were based on the tested and independent model chi-squares. *p<.0001 (N=1800, using list-wise deletion). b Robust index, using Satorra-Bentler scaled χ 2 . the calculation of NFI were based on the tested and independent model chi-squares (Bentler, 1995) . *p<.0001 (N=1800, using list-wise deletion).)
